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Chapter 17

Gathering
Knowledge in Your
Library:

Community Mentoring for Academic
Librarians
Lateka Grays, Xan Goodman, and Andrea Wirth

Introduction
There are many mentoring definitions in the literature; however, the one that
best describes the spirit of mentoring for the University of Nevada, Las Vegas
Libraries (University Libraries) comes from the Dictionary of Business. It defines
mentoring as “a form of training or employee development in which a trusted
and respected person with a lot [of] experience—the mentor—offers special
guidance, encouragement and support to a less experienced employee.”1 Mentoring at the University Libraries is designed to provide guidance and encouragement to incoming tenure-track librarians who must navigate the tenure process
and organizational culture in higher education. The purpose of this case study
is to describe the systematic effort to improve the mentoring program at the
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UNLV University Libraries. The Faculty Mentoring Committee mobilized the
collective experience and knowledge of the library faculty by surveying them
about their perceptions and attitudes about mentoring at the University Libraries. The thirty-item survey is appended; the survey results formed the basis of a
mentoring action plan.

The Problem
Mentoring in academic libraries is a well-studied phenomenon.2 One-to-one
mentoring or peer-to-peer mentoring are methods used to support incoming
librarians in academic libraries. Jordan describes results from a cross-sectional
study of mentors and mentees who participated in a ten-month formal mentoring
program through the Library Leadership and Management Association (LLAMA).3
The salient aspects of the LLAMA mentoring effort were revealed by mentees who
expressed challenges with the formal mentoring program. Although mentors were
assigned to mentees, they did not always communicate nor provide guidance to
mentees. Another challenge identified was the ways mentoring programs are structured. When librarians start a position, they are frequently matched with a single
mentor. These assigned mentors are expected to be knowledgeable about a broad
array of organization topics and to be able to provide new hires with insights about
the organizational culture, moral support, and the opportunities to pursue in their
new role.4 Mentees might be matched formally with mentors as they enter into
academia or new hires might seek informal mentors themselves. There are a variety
of formalized mentoring and coaching models used within academic institutions
to support staff professional development; however, not all models are a good fit
for all institutions. Creativity and flexibility are needed to find the right mentoring
process to fit an institutional context.5
Efforts toward assessment as well as definitions of success in mentoring
programs vary greatly. First, assessment of mentoring programs is not universal. Lorenzetti and Powelson reviewed the literature on forty different mentoring
programs, finding that eighteen explicitly included assessments that addressed
“participant outcomes (e.g., satisfaction or productivity) and/or process
outcomes (e.g., program design, implementation or methods of evaluation).”6
In seeking to expand on the studies reviewed by Lorenzetti and Powelson from
2014 to 2019, Harker et al. found “no new case studies of mentoring programs
including assessment.”7
Other studies have addressed expanding beyond the one-to-one mentor
model. Authors from the University of Colorado Boulder reviewed numerous
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models, including one dubbed “many proteges, many mentors,” which deploys
mentors efficiently, encourages “information exchange among peers as well as
among mentors,” and “allows mentors who are less comfortable with mentoring to share the responsibility.”8 A survey of Pennsylvania academic librarians’ mentoring experience concludes, in part, that “programs should stress the
‘peer’ aspects of mentoring over traditional, hierarchical aspects of mentoring”
and that “more informal ‘peer-mentoring’ collaborations may encourage more
mentors to participate.”9
This UNLV University Libraries case study aims to explore the pros and cons
of mobilizing collective experience and knowledge of library faculty to support
the community mentoring model approach instead of traditional peer-to-peer
mentoring. In this chapter, the authors discuss community mentoring and the
infrastructure used to create the model. The chapter evaluates the following
questions:
• Who should the program serve?
• What does success look like for a mentoring program of this type?
• What resources are needed to support this type of program?
• What type of support will the participants need from the mentoring
committee?
• What are the attitudes of UNLV library faculty about the community
mentoring program?
The University of Nevada, Las Vegas Libraries (University Libraries) is a public
university with a faculty of more than fifty individuals and continues to grow its
tenure-track ranks. As a result of continued growth, faculty expressed a desire to
develop a formalized mentoring program to support tenure-track librarians and
tenured librarians seeking promotion from associate professor to full professor.
The University Libraries supported one-to-one mentoring within the libraries and had the mentoring function embedded within the Faculty Professional
Development Committee. However, as the faculty grew, a need arose to distribute
the workload of the Faculty Professional Development Committee across two
committees. To accommodate this need, a Faculty Mentoring Committee was
created and charged with managing the mentoring needs of faculty librarians.
At the time of this writing, three mentoring models are in place. One-to-one
mentoring typically pairs librarians newer to UNLV with tenured librarians for
the purpose of providing a dependable and long-term connection for new librarians who want guidance and insights on the promotion and tenure processes and
working in the libraries more generally. Specifics are determined by the needs
of the mentee and expertise of the mentor. Community mentoring was introduced as a new option for mentors and mentees. It was established to increase
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participation in mentoring while alleviating the commitment that one-to-one
mentoring requires. The community mentoring program began in Fall 2019
and is open to library faculty of all ranks (anyone can be a mentor or mentee).
The call for participation solicited interest and expertise in thematic areas that
covered success in position, scholarship, service, and getting to know the local
area. The third type of mentoring is group mentoring (where one person mentors
several mentees), and it was not included in this study as it is not currently active.
This case study explores changing approaches to mentoring at the University
Libraries.

Methods
Were the initial efforts of the Faculty Mentoring Committee regarding mentoring needs and program improvement on the right track for success? In order
to answer this question, the authors conducted a survey and looked to existing
program data.

Survey
The authors designed a thirty-question survey in Qualtrics to better understand
UNLV librarians’ perceptions and attitudes about mentoring at the University
Libraries. The authors chose to use a convenience sample of UNLV librarians.
Research approval was sought from the UNLV Institutional Review Board (IRB),
which deemed the study as exempt. The survey (Appendix 17A) was created
to capture the perceived value of the one-to-one mentoring and community
mentoring programs (group mentoring was not assessed).
The survey was open for forty-two days and asked library faculty the following:
• For brief demographic information about position and library
department
• For their role in the mentoring program(s) as mentor and/or mentee
• For their perception of the value of the programs in which they participated (Likert Scale) and reasons for participating (open-ended)
• About their comfort in reaching out to and/or providing advice to their
colleagues in the community mentoring program
• For suggestions regarding committee priorities, support needed to be a
mentor, and preferred acknowledgment for being a mentor
• For their reasons for non-participation if they answered “no” to participating in any role in either program
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The authors collected survey responses from March 26, 2020, to May 1, 2020.
Two survey reminder messages were sent to library faculty during the survey
period.

Community Mentoring Program Participation
In addition to the survey described above, the authors reviewed the original
intentions of the community mentoring program as it was introduced in fall 2019
and compared that to participation thus far, addressing the following questions:
• Did the number of mentors grow?
• Did the authors identify mentors that could assist with specific areas
of expertise? Did the authors generate a more complete list of topics to
consider in support of mentoring interests?

Results
The authors here report descriptive statistics for the thirty-item survey administered to faculty. There are a total of eighty-one library faculty at the UNLV
University Libraries. A total of thirty-four library faculty (42 percent) consented
to participate in the survey, but not all who consented answered every question.
The mixture of faculty respondents was academic faculty 93.54 percent (29) and
administrative faculty 6.46 percent (2). (Numbers in parentheses represent the
number of respondents.) Interestingly, none of the administrative faculty respondents participated in any mentoring programs 6.46 percent (2) and, surprisingly,
no academic faculty indicated they had participated in community mentoring. However, the proportion of academic faculty who participated in some
aspect of the mentoring programs offered at the University Libraries was 93.54
percent (29). Some academic faculty were mentors (18.75 percent or 6 respondents), while others were mentees (31.25 percent or 10 respondents), and a small
proportion of academic library faculty were both a mentor and a mentee (12.50
percent or 4 respondents). Only four respondents found the faculty mentoring
valuable. When asked why they participated in the mentoring program as a
mentor (question 6), four respondents provided responses and those responses
were coded into seven themes. Overall, mentors participated in the mentoring
program because they valued “assisting new librarians with the ins/outs of being
a tenure-track librarian.”
The authors of this case study wanted to gather the respondents’ attitudes about
the one-to-one mentoring program and the community mentoring program, so
they asked respondents to answer a series of agreement questions; twenty-seven
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respondents answered the agreement questions. Community mentoring is seen as
a good alternative to one-to-one mentoring; 48.14 percent (13) of the respondents
agreed that community mentoring is a good alternative to one-to-one mentoring.
Many faculty, 40.74 percent (11), seemed to have no opinion about community
mentoring being a good alternative to one-to-one mentoring and only 11.11
percent (2) of faculty librarians strongly agreed that community mentoring
seemed to be a good alternative to one-to-one mentoring. Respondents were
also asked about how comfortable they felt giving advice to their colleagues. The
majority of faculty librarians, 77.80 percent (21), either agreed or strongly agreed
that they felt comfortable providing advice to their colleagues, while only 7.40
percent (2) disagreed. A few faculty, 14.8 percent (4), were neutral about providing
advice to colleagues, as they responded neither agree nor disagree. To determine
if library faculty felt comfortable reaching out to community mentors, respondents were asked about their comfort level. Overwhelmingly, 77.78 percent (21)
of library faculty respondents felt comfortable reaching out to library community
mentors, and only one respondent indicated feeling uncomfortable. The remaining respondents 18.52 percent (5) were neutral.
Respondents were queried about the type of support they felt they needed to
be a better mentor (question 9). For this question, respondents were provided
six options and could select multiple responses as well as provide a free-text
response listed as “other.” All responses are recorded in table 17.1. A total of
twenty-seven survey respondents answered this question and provided ninety-two responses. Two options were most commonly selected as a preferred
training method; 25 percent (23) of faculty respondents selected professional
development (training to be an effective mentor), and 25 percent (23) chose
networking with other mentors as a training preference. The third most popular
response was online resources to support being a mentor with 16.30 percent (15)
choosing this support method.
Table 17.1
Preferred supports for mentors
Question 9. What kinds of support do you need to be an effective mentor?
Select all that apply.
Statement

Most preferred

1

Professional development (training to be an
effective mentor)

25.00% (23)

2

Networking with other mentors

25.00% (23)

3

Online resources to support being a mentor

16.30% (15)
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Table 17.1
Preferred supports for mentors
Question 9. What kinds of support do you need to be an effective mentor?
Select all that apply.
Statement

Most preferred

4

Online resources to support mentoring

14.13% (13)

5

Funds to support meals or coffee breaks with
mentees

11.96% (11)

6

Networking with other mentees

7

Other: A culture of mentoring is important and
something that is needed in our organization

6.52% (6)
1 response

Respondents were asked to rank choices in order of least preferred or most
preferred for what they believed ought to be the priorities of the Library Faculty
Mentoring Committee. A clear majority of respondents believed one-to-one
mentoring should be the top priority of the Faculty Mentoring Committee, with
62.96 percent (17) of respondents ranking it as their top choice. Ranked second
by respondents, with 18.51 percent (5) of respondents, was the desire to have
programming to help library faculty succeed in their jobs. Community mentoring was the most preferred committee focus of one respondent, while for another
respondent it was the least preferred. Respondents were prompted to write an
open-text preference response. There were seven open-text comments. These
comments were coded into eight themes; interestingly, all open-text comments
received one response (see table 17.2).
Table 17.2
Preferred priorities for Library Faculty Mentoring Committee
Question 8. What do you believe should be the priorities of the Library
Faculty Mentoring Committee?
Statement

Most
preferred

Least
preferred

1

One-to-one mentoring program

17 (62.96%)

0 (0%)

2

Programming and events about
succeeding in your position

5 (18.51%)

3 (11.11%)

3

Growing participation by new mentors

3 (11.11%)

3 (11.11%)

4

Community mentoring

1 (3.70%)

1 (3.70%)
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Table 17.3
Preferred Priorities for Library Faculty Mentoring Committee—
Response Themes
Question 8 Themes
Theme 1. Training faculty to be mentors
Theme 2. Make opportunities to connect with one another
Theme 3. Find or provide resources on how to be a good mentor
Theme 4. Pilot new programs
Theme 5. Creating a set of guidelines for mentor/mentee relationships
Theme 6. Reach out to new faculty to encourage them to take advantage of
one of the mentoring programs
Theme 7. Mentoring senior faculty for leadership or full faculty status
Theme 8. No guru concept seek out more than [one mentor]

Respondents were asked to consider possible ways to acknowledge mentors
by ranking supplied options in order of least preferred or most preferred (question 10; see table 17.4). The Thank you events option was chosen by 40.74
percent (11) of the faculty respondents as their most preferred way of acknowledging mentors. While 33.33 percent (9) of respondents indicated they felt no
acknowledgment necessary, almost as many, 29.62 percent (8), chose it as their
least preferred way for the library to acknowledge mentors. Respondents were
also given the option to provide open-text responses after the quantitative
questions; 33.33 percent (9) respondents supplied open-text comments. These
qualitative comments were coded into eight themes; all open-text comments
appeared once with the exception of theme 3, no awards, with two respondents
(2) (see table 17.5).
Faculty librarians were asked to provide open-text responses to two questions about improving one-to-one mentoring and community mentoring:
Do you have any ideas for improving the one-to-one mentoring program for
library faculty? (question 11) and Do you have any ideas for improving the
community mentoring program for library faculty? (question 12). Inspection
of the data shows that administrative faculty did not respond to the one-to-one
or community mentoring questions. There were fifteen open-text responses for
improving the one-to-one mentoring program. These responses were coded
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into twenty-five themes and further coded into five themes: accountability,
structure, events or activities, skills, and no ideas. Respondents suggested
that improvements to one-to-one mentoring might focus on holding mentors
accountable in a variety of ways, such as completing mentoring agreements
or establishing a mentoring plan. A secondary theme emerged related to the
structure of the one-to-one mentoring program. Respondents recommended
establishing twice-a-year check-ins to ensure that mentoring is occurring and
recommended delineating expectations for mentors to provide guidance to
mentees about tenure-track requirements and faculty governance. Activities
and events were grouped together into one theme and included requests for a
tour of campus and for a dedicated space to allow mentees to share ideas. Skills,
the final theme, included recommendations for better identification of skills
of mentors and how mentors were able to help mentees. An additional suggestion included expanding the mentor pool to include administrative faculty.
This is noteworthy because of all respondents to the survey, only two faculty
members were administrative faculty and no administrative faculty answered
any of the improvement questions. There were ten responses from academic
faculty for improving the community mentoring program. These responses
were coded into twelve themes and further coded into five themes: not participated or other, incentives, accountability, resources, and events or activities.
The themes identified in the community mentoring responses mirrored those
of the one-to-one responses, with the exception of one, skills. Skills were listed
as a theme for one-to-one mentoring.
Table 17.4
Preferred acknowledgments for mentors
Question 10. How should the library acknowledge mentors?
Statement

Most Preferred

Least Preferred

1

Thank-you events

11 (40.74%)

0 (0%)

2

No acknowledgment necessary

9 (33.33%)

8 (29.62%)

3

Award for best faculty mentor with
a stipend

4 (14.81%)

2 (7.40%)

4

Special promotional items (e.g.,
pens, notebooks, logoed items)

0 (0%)

2 (7.40%)
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Table 17.5
Preferred acknowledgments for mentors—response themes
Question 10 themes
Theme 1. No awards
Theme 2. Offer additional professional development money
Theme 3. Provide stipends
Theme 4. Recognize mentoring in the promotion and tenure process
Theme 5. No ideas
Theme 6. Recognize new mentor/mentee relationships at council
Theme 7. Luncheon for mentors
Theme 8. Already counts as service

Faculty were asked if they found the one-to-one mentoring or community
mentoring programs valuable. Only eleven respondents answered the value
question for one-to-one mentoring; 63.63 percent (7) of these respondents
found the one-to-one mentoring program to be valuable. When asked about
community mentoring and why they participated in community mentoring as
a mentee or mentor, it was surprising that there were no recorded responses for
questions 19 to 22 (see Appendix 17A for survey instrument). There seemed to
be some confusion among the academic faculty about the community mentoring program. While no faculty noted that they participated in the community
mentoring program as a mentor, two faculty answered questions about finding
the community mentoring program valuable as a mentor. These two faculty
noted that they found the program valuable or somewhat valuable as indicated
by their responses to question 23, If you participated as a mentor how valuable
did you find the program? Likewise, at least five mentees indicated that they found
community mentoring valuable or somewhat valuable and listed their open-text
reasons for participating as wanting to gain insight into organizational culture
and academic libraries, looking for guidance, and less tangible things.

Community Mentoring Program
Participation
In addition to the survey, the authors reviewed the community mentoring
program participation data, focusing on the specific rationale used to develop
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the program—increasing the number of mentors, identifying mentors who could
assist others with specific areas of expertise, and generating a more complete list
of topics to consider in support of mentoring interests. This information derives
from existing program volunteer participation.
The response was positive and the mentoring pool grew by fifteen volunteers
(table 17.6).

Growth of Mentor Pool Before and After Call for Community
Mentors
Table 17.6
Library faculty mentor growth
# Tenured
Faculty
Aug 2019
30

# Mentors
(1:1)
Aug 2019

# Mentors
(1:1)
Nov 2019

8

# Community Mentors
Nov 2019
(new mentors)

13

Total
Mentors
Nov 2019

14 (10)

23

The call for community mentors included the option to share knowledge on
fifteen pre-selected themes. At the close of the initial call for participation, each
of the thematic areas had been chosen by at least two volunteer mentors. Table
17.7 provides each of the mentoring themes by the number of volunteer mentors.

Community Mentoring Themes by Number of Interested Mentors
Table 17.7
Community mentoring theme interest
Community Mentoring Theme

# Mentors indicating
willingness to share their
knowledge in theme areas

Generate ideas for new scholarly efforts

8

Get to know Las Vegas

8

Develop strengths

7

Find career development opportunities

7

Identify professional development
opportunities

7

Identify service opportunities

7
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Table 17.7
Community mentoring theme interest
Community Mentoring Theme

# Mentors indicating
willingness to share their
knowledge in theme areas

Create and give presentations and posters

6

Gain instruction skills and techniques

4

Plan for the future (leadership, promotion)

4

Write for publication

4

Build communication skills

2

Improve editing and peer review skills

2

Manage time

2

Organize work

2

Work toward work/life balance

2

In the call for community mentors, the Faculty Mentoring Committee asked
the respondents to indicate additional mentoring topics of interest to them;
four responses were received. Two emphasized learning more about the local
communities and two addressed skills to help with the research and writing
process and overall success with tenure.

Discussion
Faculty seem to have a strong value to simply be thanked for their participation
as faculty mentors and given the option to provide open-text comments about
their perceptions of how library faculty mentors should be acknowledged, the
responses revealed the faculty did not want awards (see table 17.4). Some faculty
wanted an acknowledgment, while about an equal number of faculty did not.
Faculty do not seem particularly motivated by a monetary stipend, since an
award for best faculty mentor with a stipend was chosen by only four respondents
as their most preferred acknowledgment method and two chose it as their least
preferred (see table 17.4). However, in the open-text comments, some faculty
recommended a range of recognition practices that included small ceremonies
in faculty meetings to acknowledge mentors or mentor and mentee relationships
or holding luncheons for mentors (see table 17.5). Faculty also noted that acting
as a mentor counts as service, but one comment was to add weight to this act
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of service by acknowledging service as mentor in the tenure and promotion
process. Respondents in open-text comments shared an idea that offering faculty
additional professional development funding to learn skills would strengthen
their mentoring capacity.
Respondents did not indicate strong feelings about community mentoring
as a good alternative to one-to-one mentoring; the responses were split. The
lack of enthusiasm or feelings of confidence about community mentoring as
a good alternative to one-to-one mentoring might be the result of the overall
low participation in the community mentoring program by faculty librarians.
This result seems to contradict the initial enthusiasm about the new community
mentoring program because multiple faculty indicated a willingness to share
their expertise and interest areas with others seeking such information. The lack
of “participation” in the survey may indicate that faculty did not remember they
had volunteered to participate as a community mentor or did not believe that the
act of signing up as a community mentor constituted participation.
Faculty appear to want to improve their mentoring skills and are looking for
online resources to support both mentor and mentee skills. Since mentoring is
a two-way street, this information is favorable for mentoring programs as the
Faculty Mentoring Committee endeavors to add more opportunities for learning. In addition to online resources, results show that faculty are interested in
training to be a more effective mentor. While existing and previous mentors
generally express a sense of comfort in advising colleagues (question 7), clearly
there is work to do to boost confidence levels and further develop skills for good
mentoring.

Proposal to Improve Mentoring
Program
When thinking about the University Libraries mentoring program, and the
development of the survey instrument a few questions arose:
1. What resources are needed to support a mentoring program?
2. What type of support will the participants need from the internal mentoring committee?
In order to answer these questions, the committee drafted a proposal (see
Appendix 17B) with guidance for the current and future committees. It was
created based on the feedback from the survey, literature on mentoring, and
anecdotal stories from current and past participants. The proposal was shared
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with the University Libraries’ dean and received positive feedback. As a result,
the Faculty Mentoring Committee will meet with the libraries’ Leadership Team
to gather additional input before presenting to the library faculty as a whole.

Conclusion
As the University Libraries continues to grow its organization, the need to create
a strong mentoring infrastructure for its faculty becomes imperative to the
success of the faculty and the organization. A strong mentoring program can be
an effective tool to help the organization achieve its strategic goals through the
fostering of improved communication, collegiality, and collaboration by breaking down silos across departments. This may also improve retention by assisting
new faculty members with acculturation to the campus and the local community.
The flexibility of offering a one-to-one mentoring program and a community
of experts willing to mentor by area of expertise provides multiple benefits:
• Library faculty seeking internal service opportunities can serve as
mentors and choose the level of participation that works best for their
schedule and comfort level.
• The community mentoring program creates a pipeline of mentors who
may not be ready to commit to one-to-one mentoring because of time
constraints or fear of that type of mentoring due to a lack of knowledge.
• The mix of programs also accommodates all experience levels within
the organization. It does not exclude new faculty from providing their
expertise. It encourages faculty to share knowledge based on their topics
of interest.
The survey results indicate that the University Libraries faculty as a whole
value the mentoring program; however, they may have mixed feelings about
their involvement in the program based on a bad experience or lack of training.
It is clear that there is a large communication gap between long-serving and new
library faculty about the current offerings and opportunities available regarding
mentoring. It will take consistent communication by the University Libraries
Faculty Mentoring Committee and collaboration with the libraries leadership to
help promote the value of mentoring to create a sustainable mentoring culture.
There are opportunities to infuse creativity in training and in recruiting potential
mentors without financial strain on the organization. The continuous evaluation of the program allows for adjustments to suit the needs of the University
Libraries faculty and, as a result, there is an optimistic future for the program.
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Appendix 17A

Survey Instrument
UNLV Libraries Faculty Mentoring Survey
Q1 Title of Study: Gathering Knowledge in Your Library: Community Mentoring for Academic Librarians
Investigator(s) and contact phone number: Lateka Grays (XXX-XXXXXXX), Xan Goodman (XXX-XX-XXXX), Andrea Wirth (XXX-XXXXXXX). The purpose of this study is to gauge perceptions about the UNLV
Libraries mentoring and community mentoring programs for library faculty.
You are being asked to participate in the study because you meet the following
criteria: UNLV Libraries faculty member over the age of 18. If you volunteer to
participate in this study, you will be asked to do the following: complete a survey.
This study includes only minimal risks and all responses are anonymous. The
study will take no more than 10 minutes of your time. You will not be compensated for your time.
For questions regarding the rights of research subjects, any complaints or
comments regarding the manner in which the study is being conducted you
may contact the UNLV Office of Research Integrity – Human Subjects at
XXX-XXX-XXXX, toll free at XXX-XXX-XXXX, or via email at .Your participation in this study is voluntary. You may withdraw at any time. You are encouraged to ask questions about this study at the beginning or any time during the
research study.
Participant Consent: I have read the above information and agree to participate in this study. I am at least 18 years of age. A copy of this form has been
given to me.
☐ I agree (4)
Q2. Division
☐ Collections, Acquisitions, and Discovery Services (1)
☐ Health Sciences Library (2)
☐ Library Administration (3)
☐ Library Technologies (4)
☐ Research and Education Division (5)
☐ Special Collections and Archives Division (6)
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Q3. Status
☐ Academic Faculty (1)
☐ Administrative Faculty (2)
Q4. Have you participated in the Library Faculty Mentoring program?
☐ Yes, as a mentor (one-to-one mentoring) (1)
☐ Yes, as a mentee (one-to-one mentoring) (2)
☐ Yes, as a mentor and mentee (one-to-one mentoring) (3)
☐ Yes, as a community mentor (4)
☐ Yes, as a community mentoring, mentee (5)
☐ Yes, participated in more than one option above (6)
☐ No (8)
Q5. If you participated as a mentor, how valuable did you find the program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(8)

Q6. If you participated as a mentor, would you describe your reason for
participating.
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q7 Please indicate your feelings about the following statements.
Strongly
Disagree
(1)
Community mentoring is
a good alternative to oneto-one mentoring (1)
I feel comfortable providing advice and guidance to my colleagues (2)
I feel comfortable reaching out to community
mentors for guidance (3)

Disagree
(2)

Neither
Agree Nor
Disagree (3)

Agree
(4)

Strongly
Agree (5)

Gathering Knowledge in Your Library

Q8 What do you believe should be the priorities of the Library Faculty Mentoring Committee? Please rank the items below from most preferred (1) to least
preferred (5).
______ One-to-one mentoring program (1)
______ Community mentoring program (2)
______ Programming and events about succeeding in your position (3)
______ Growing participation by new mentors (4)
______ Other (5)
Q9 What kinds of support do you need to be an effective mentor? Select all that
apply.
☐ Professional development (training to be an effective mentor) (1)
☐ Online resources to support mentoring (2)
☐ Online resources to support being a mentor (3)
☐ Funds to support meals or coffee break with mentees (4)
☐ Networking with other mentors (5)
☐ Networking with other mentees (6)
☐ Other (7) ________________________________________________
Q10. How should the library acknowledge those volunteering as mentors? Please
rank the items below from most preferred (1) to least preferred (5).
______ No acknowledgment necessary (1)
______ Thank you events (2)
______ Award for best faculty mentor with a stipend (3)
______ Special promotional items (e.g. pens, notebooks, logoed items) (4)
______ Other (5)
Q11. Do you have any ideas for improving the one-to-one mentoring program
for Library Faculty?
______________________________________________________________
______________________________________________________________
______________________________________________________________
______________________________________________________________
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Q12 Do you have any ideas for improving the community mentoring program
for Library Faculty?
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q13. If you participated as a mentee, how valuable did you find the program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(4)

Q14. If you participated as a mentee, how would you describe your reason for
participating?
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q15. If you participated as a mentor, how valuable did you find the program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(8)

Q16. If you participated as a mentor, how would you describe your reason for
participating?
______________________________________________________________
______________________________________________________________
______________________________________________________________
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Q17. If you participated as a mentee, how valuable did you find the program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(4)

Q18. If you participated as a mentee, how would you describe your reason for
participating?
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q19. If you participated as a community mentor, how valuable did you find the
program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(1)

Q20. If you participated as a community mentor, please describe your reason
for participating.
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q21. If you participated as a community mentee, how valuable did you find the
program?
Not
Valuable
(1)
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

367

368

Chapter 17

Q22. If you participated as a community mentee, please describe your reason
for participating.
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q23. If you participated as a mentor, how valuable did you find the program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(8)

Q24. If you participated as a mentor, describe your reason for participating.
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q25. If you participated as a mentee, how valuable did you find the program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(4)

Q26. If you participated as a mentee, describe your reason for participating.
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q27. If you participated as a community mentor, how valuable did you find the
program?
Not
Valuable
(1)
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)
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Q28. If you participated as a community mentor, please describe your reason
for participating.
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q29. If you participated as a community mentee, how valuable did you find the
program?
Not
Valuable
(1)

Somewhat
Valuable
(2)

Neutral
(3)

Valuable
(4)

Extremely
Valuable
(5)

Did Not
Participate
(6)

(1)

Q30. If you participated as a community mentee, please describe your reason
for participating.
______________________________________________________________
______________________________________________________________
______________________________________________________________
Q31. If no, would you please elaborate.
☐ No interest (1)
☐ Lack of mentors with expertise available (2)
☐ Not interested in long-term commitment (3)
☐ Other (4) ________________________________________________
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Appendix 17B

Faculty Mentoring Committee
Mentoring Program Improvement
Proposal and Action Plan
Overview
The University Libraries’ mentoring program has continuously evolved since
its formation in 2017. The committee was previously under the umbrella of the
Professional Development Committee that was formed in 2010. The University
Libraries Faculty Mentoring Committee has endeavored to improve upon the
services offered by gathering feedback from the Library Faculty. Based upon
the feedback received from the survey sent out in April 2020, the Committee is
proposing the following plan to improve and enhance the culture of mentoring
for library faculty.

Goals
Create a culture of mentoring in the organization by:
1. Improving communication in order to promote the services offered and
convey expectations between mentors and mentees.
2. Increasing the pool of mentors in the one-to-one mentoring and community mentoring pools
3. Providing training and resources for new mentors and others interested
in becoming mentors.
4. Increasing the engagement among the mentors and mentees via customized events and outreach for the two groups.
5. Acknowledging and celebrating the contributions of the mentors and
mentees.

Specifications
The following is a detailed description of the actions and activities needed to
achieve the goals listed above. The action items are suggested as ways of achieving the goals. The aim is to create an infrastructure to allow current and future
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mentoring committee members to accomplish the action items and to assess
and modify as needed. The following plan is not intended to bias one type of
mentoring over another. The committee also values the need for life-long mentoring at various stages of an individual’s career. Mentoring is not a one and done
opportunity. The Libraries provide the opportunity to work closely with one
faculty member by establishing a year-long partnership, as well as the ability to
learn from other experts at any time via the community mentoring program. The
committee is not limited to the ideas presented below and is actively encouraged
to continue to add to the document as new ideas and opportunities arise.

Action Items
1. Improve communication in order to promote the services offered and
convey expectations between mentors and mentees.
{
Ask to be added to a future faculty meeting agenda to discuss
the survey results and update faculty about the program and its
opportunities.
{
Continue to send in status updates for the faculty meeting agendas.
{
Send out semesterly or quarterly reminders about the mentor
programs.
{
Be consistent about sending welcome emails to new faculty
members.
{
Check-in at least once a semester with mentors and mentees individually to see how their pairings or projects have fared and if intervention is needed.
{
Provide regular mentor training for new mentors and mentees to
establish expectations of both.
{
Create a mentor and mentee Canvas course, Google Group, Slack
channel or Microsoft Teams group to foster a sense of community
{
The Mentoring Committee members should meet with each new
tenure-track faculty member (in-person or virtually) within the first
month of their hire.
{
Educate faculty about the value of diversity and being open-minded
about the potential and opportunity to connect with mentors with
different work experiences and cultural backgrounds.
2. Increase the pool of mentors in the one-to-one mentoring and community mentoring pools
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Meet with Libraries’ Leadership Team (LLT) to describe the program
and request their support in encouraging faculty (especially tenured
faculty) to participate as mentors.
{
Strengthen the language in the service guidelines in order to increase
the prominence of mentoring.
{
Create a virtual presentation about the benefits of mentoring.
{
Personally invite individuals who may be good candidates to serve
as mentors and individuals who could benefit from a mentor.
3. Provide training and resources for new mentors and others interested in
becoming mentors.
{
Continue to update and add to the online LibGuide and the Staff
Website page for faculty mentoring.
{
Create online and in-person training for new and potential new
mentors.
{
Create online and in-person orientation for new mentors and
mentees who are paired in the one-to-one program.
{
Continue to seek professional development opportunities for library
faculty to increase the awareness of mentoring.
4. Increase the engagement among the mentors and mentees via customized
events and outreach for the two groups.
{
Create at least one engagement (virtual or in-person) event for
mentors and mentees as a way to connect with each other.
{
Collaborate with other library committees to create innovative
programming relevant to mentoring and topics of interest to
mentees.
5. Acknowledge and celebrate the contributions of the mentors and mentees.
{
Find ways to celebrate and thank the individual mentors and
mentees.
– Examples:
▶ Thank you events with food and beverage
▶ The emphasis of service acknowledgment, especially
for tenure-track faculty
{

Resources Needed to Support Action Items
1. Administrative support in promoting the value of mentoring and the
services available.
2. In addition to staff time, hosting funds for the food and beverages for the
occasional in-person events will need to be requested.
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a.

Based on the survey, thank you events and acknowledgment were
ranked the highest forms of showing support to the mentors and
mentees, so there is no need at this time to acquire other materials.
b. Office supplies may be needed for engagement activities during
in-person events.
3. Volunteers are needed who are willing to be trained and held accountable
for providing the best service possible to potential mentees.

Summary
As the University Libraries faculty continues to grow, the need for supporting
faculty at all levels of their career is imperative as they transition from tenuretrack to possibly full professor. The mentor pool and participation within our
organization are extremely limited due to a variety of factors that includes:
• Fear of feeling unable to provide the support needed
• The belief that mentoring is too great of a time commitment
• Mentoring is not valuable
• The mentors available have nothing relevant to contribute to their
personal growth
• One bad experience is indicative of the remaining pool of mentors or
mentees
{
Fear of communicating experience with committee members to
correct the situation
The Libraries do not currently have a strong mentoring culture or foundation to build upon, so more intentionality is needed on behalf of the Mentoring
Committee to build this sense of community. Consistent communication from
the Mentoring Committee, along with training for current and potential mentors,
acknowledgment of individual participation, and accountability of mentors and
mentees are the keys to creating a strong culture based on the feedback solicited from the Library faculty. The action items and resources identified in this
proposal are intended to serve as a guide to help the Libraries create a solid
infrastructure from which to create a strong mentoring community.

TABLES AND FIGURES
1. Table 17.1. Preferred supports for mentors
2. Table 17. 2. Preferred priorities for Library Faculty Mentoring Committee
3. Table 17. 3. Preferred priorities for Library Faculty Mentoring Committee—response themes
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4.
5.
6.
7.

Table 17. 4. Preferred acknowledgments for mentors
Table 17. 5. Preferred acknowledgments for mentors—response themes
Table 17. 6. Library faculty mentor growth
Table 17. 7. Community mentoring theme interest
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